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PREFACE 


This  report  presents  the  results  of  an  occupational  survey  of  the  Telephone  Switching 
career  ladder,  AFSC  362X1  (soon  to  be  AFSC  2E7X1).  Authority  for  conducting  occupational 
surveys  is  found  in  AFR  35-2.  Computer  products  used  in  this  report  are  available  for  use  by 
operations  and  training  officials. 

Captain  R.  H.  Babin,  Occupational  Analyst,  developed  the  survey  instrument. 
Second  Lieutenant  Sheon  H.  Mendoza  analyzed  the  data  and  wrote  the  final  report. 
Ms  Rebecca  Hernandez  provided  computer  programming  support,  and  Ms  Raquel  A.  Soliz 
provided  administrative  support.  This  report  has  been  reviewed  and  approved  for  release  by 
Major  Randall  C.  Agee,  Chie^  Airman  .Analysis  Section,  Occupational  Analysis  Flight,  USAF 
Occupational  Measurement  Squadron. 

Copies  of  this  report  are  distributed  to  Air  Staff  sections,  major  commands,  and  other 
interested  training  and  management  personnel.  Additional  copies  may  be  requested  fi'om  the 
USAF  Occupational  Measurement  Squadron,  Attention;  Chief,  Occupational  Analysis  Flight 
(OMY),  1550  5th  Street  East,  Randolph  AFB,  Texas  78150-4449. 


JAMES  L.  ANTENEN,  Lt  Col,  USAF 
Commander 

USAF  Occupational  Measurement 
Squadron 


JOSEPH  S.  TARTELL 
Chief,  Occupational  Analysis  Flight 
USAF  Occupatiorud  Measurement 
Squadron 
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SUMMARY  OF  RESULTS 


1.  Survey  Coverage:  The  ^rvey  results  are  based  on  the  responses  of  447  military  personnel 
asagned  to  the  AFSC  362X1  (2E7X1)  career  ladder.  This  sample  represents  63  percent  of  the 
total  asagned  strength. 

2.  Career  Ladder  Structure:  Five  jobs  and  four  clusters  were  identified.  Nearly  half  the  sample 
fell  within  the  main  cluster— Digital  Switching  Systems  Maintenance.  Other  jobs  within  the  career 
ladder  differed  in  the  amount  of  time  spent  on  administrative,  supervisory,  and  commercial 
coordination  tasks. 

3.  Orgpr  1n/i/i»r  Progression:  AFSC  362X1  personnel  progress  typically  through  the  career 
laddo*.  At  the  3-  and  5>skill  level,  the  incumbents  perform  a  highly  technical  job,  centered  around 
mainterumce,  troubleshooting,  and  repsur  tasks.  Seven-skill  level  personnel  perform  more 
administrative  and  supervisory  tasks,  as  well  as  inspection  and  quality  control  tasks.  Specialty 
descriptions  provide  an  accurate  overview  of  the  tasks  involved  with  each  of  the  skill  levels. 

4.  Training  Analysis-.  A  match  of  the  survey  data  to  the  AFSC  362X1  Specialty  Training 
Standard  (STS),  identified  57  paragraphs  not  supported  by  the  OSR  data.  Many  of  these 
unsupported  paragraphs  were  related  to  electromechanical  switching  systems  maintenance. 
Revisions  of  the  STS  are  scheduled  for  February  1994. 

Joh  Satisfaction  Amlysis:  The  job  interest  and  perceived  utilization  of  talents  for  AFSC 
362X1  career  ladder  persormel  were  higher  than  that  of  other  mission  equipment  maintenance 
personnel  surveyed  in  1992.  The  perceived  utilization  of  talents  for  AFSC  362X1  personnel  was 
lower  than  that  of  the  comparative  sample.  This  difference  may  be  the  result  of  the  change  in 
technology.  A  notable  difference  was  identified  in  the  sense  of  accomplishment  for  AFSC  362X1 
personnel  working  within  the  nontechnical  jobs  within  the  job  structure.  There  was  also  a  notable 
difference  in  the  job  interest  of  personnel  working  within  Ae  most  commonly  held  jobs  within  the 
career  field  and  that  of  the  other  smaller  jobs. 

6.  Implications:  There  were  vast  changes  in  the  job  structure  between  this  survey  and  the  last, 
due  to  the  changes  in  technology  and  the  contracting  out  of  engineering  and  inst^ation  duties. 
The  analysis  of  the  STS  revealed  that  the  upcoming  revdsions  to  the  document  are  warranted. 


OCCUPATIONAL  SURVEY  REPORT  (OSR) 
TELEPHONE  SWITCHING  CAREER  LADDER 
AFSC  362X1 

(Projected  to  be  AFSC  2E7X1  after  31  October  93) 


INTRODUCTION 


This  occupational  survey  was  requested  by  the  3750th  Technical  Training  Wing,  Sheppard 
Training  Coiter,  to  review  the  structure  of  the  care^-  ladder  based  on  the  inclusion  of  digital 
switching  in  the  basic  J3ABR36231  course  and  the  elimination  of  electromechanical  switching 
from  the  course.  The  last  survey  pertaining  to  this  career  ladder  was  published  March  1990. 


Background 

According  to  AFR  39-1  Specialty  Descriptions,  personnel  in  this  career  field  are 
responsible  for  installing,  removing,  refiirbishing,  maintaining,  testing,  and  troubleshooting 
telephone  switching  systems,  T-carriers,  fiber  optic  modems,  and  multiplexers  and  associated 
equipment  supporting  systems  for  command,  control,  communications,  and  computers  (SC4). 

In  addition,  the  7-sldll  level  personnel  are  responsible  for  directing  project  and 
maintenance  actions  of  telephone  switching  systems,  T-carrier,  fiber  optic  modems,  and 
multiplexers  and  associated  equipment  supporting  systems  for  conunand,  control, 
communications,  and  computers. 

Upon  completion  of  basic  training,  AFSC  362X1  personnel  complete  the  J3ABR36231 
003  course  taught  at  Sheppard  AFB  TX.  The  course  is  61  days  long  and  covers  the  fundamentals 
of  digital  switching. 


SURVEY  METHODOLOGY 


Inventory  Development 

The  data  collection  instrument  for  this  occupational  survey  was  USAF  Job  Inventory  (JI) 
AFPT  90-305-931,  dated  July  1992.  A  tentative  task  list  was  created  using  pertinent  career 
ladder  regulations,  publications,  and  directives.  Tasks  were  also  taken  from  the  previous  Jl. 
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This  tentative  task  list  was  then  reviewed,  refined,  and  validated  through  personal 
interviews  with  46  subject-matter  experts  (SMEs).  These  SMEs  were  selected  to  cover  a  variety 
of  major  commands  (MAJCOMs)  and  telephone  switching  functions  at  the  following  locations; 


BASE 

Sheppard  AFB  TX 


GriflBss  AFBNY 


KeUy  AFB  TX 


Keesler  AFB  MS 


Eglin  AFBFL 


Kirtland  AFB  NM 


Technical  School 

Location  of  the  only  SYS  85  equipment 
(AT&T) 

Uses  the  DMSIOO  switch  with  large  trunk 
edacity 

Uses  MSLIOO  switch  (NTI),  maintains  an 
Enj^eering  and  Installation  (E  &  I)  o£Bce 

Extensive  use  of  fiber  optic  equipment 

Uses  an  electromechanical  SXS  switch 


These  locations  were  identified  by  the  Air  Force  Functional  Manager  and  the  MAJCOM 
Functional  Managers  to  provide  input  fi’om  digital  telephone  switches  currently  in  use  and  to 
include  £  &  I  tasking  and  functions. 

The  final  survey  contained  a  comprehen^ve  listing  of  465  tasks  grouped  under  16  duty 
headings,  \^th  a  background  section  requesting  information  such  as  grade,  job  title,  time  in 
present  job,  time  in  service,  job  satis&ction,  and  equipment  nuuntained. 


From  June  through  October  1991,  Military  Personnel  Flights  at  operational  bases 
woi1dv«dde  administered  the  inventory  to  all  eligible  AFSC  362X1  personnel.  All  AFSC  362X1 
personnel  were  considered  eligible,  unless  they  were  of  one  of  the  following  categories;  (1) 
hospitalized  during  administration  period;  (2)  in  tranrition  for  a  permanent  change  of  station;  (3) 
persotmel  retiring  during  administration  period;  or  (4)  personnel  in  their  job  for  less  than  6  weeks. 
Participants  were  selected  fi’om  a  computer-generated  mailing  list  obtained  fi'om  personnel  data 
tapes  maintained  by  the  Human  Resources  Directorate  at  the  Armstrong  Laboratory. 
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Each  individual  completing  an  inventory  was  required  to  complete  an  identification  and 
biogr^)hical  information  section.  They  were  also  required  to  check  each  task  on  the  inventory 
they  performed  in  their  curroit  job.  Once  they  had  identified  the  tasks  th^  poformed,  they  w«-e 
instructed  to  go  back  through  the  inventory  and  rate  each  of  the  tasks  they  perform  on  a  9-point 
scale,  showing  the  relative  time  spent  performing  that  task  as  compared  to  other  tasks  they 
performed.  These  ratings  ranged  fi’om  very  small  to  very  large  amount  of  time  spent. 

Using  the  ratings  provided  by  the  respondents,  relative  time  spent  for  each  task  was 
computed,  surruning  all  the  ratings  given  by  the  respondent  and  assuming  this  sum  represented  the 
respond«its'  total  time  spent.  Each  rating  was  then  divided  by  this  sum  and  multiplied  by  100  to 
get  a  relative  percent  time  spent  rating  for  each  task. 


Survey  Sample 

The  sample  used  for  this  study  was  examined  to  ensure  an  accurate  representation  across 
MAJCOMs  and  paygrades.  Table  1  reflects  the  percentage  distribution,  by  MAJCOM,  of  the 
assigned  and  sample  AFSC  362X1  personnel  as  of  June  1993.  The  447  respondents  in  the  final 
sample  represent  63  percent  of  the  eligible  population  of  AFSC  362X1  personnel.  Table  2 
reflects  the  paygrade  distribution  of  both  the  sample  and  the  population. 


Task  Factor  Administration 

Because  job  descriptions  alone  ^  not  pro\nde  suffident  data  to  make  dedsions  about 
career  ladder  documents  or  training  programs,  task  factor  information  is  needed.  Senior  AFSC 
362X1  personnel  (generally  E-6  or  E-7  technidans)  completed  a  second  task  factor  booklet  for 
dther  training  emphasis  (IE)  or  task  difiBculty  (TD).  These  TE  and  TD  booklets  are  processed 
independently  fi’om  the  JIs.  The  information  obtained  firom  these  booklets  is  used  in  a  variety  of 
analyses  discussed  in  more  deUul  throughout  the  report. 

Task  Difficult)/  (TD).  TD  is  defined  as  an  estimate  of  the  length  of  time  it  takes  the  average 
airman  to  learn  to  do  the  task.  For  this  survey,  34  experienced  NCOs  rated  the  difBculty  of  the 
inventory  tasks  on  a  9-point  scale  ranging  fi^om  1  (easy  to  learn)  to  9  (difBcult  to  learn).  The 
interrater  agreement  among  these  raters  was  acceptable.  TD  ratings  are  adjusted  to  ensure  that 
tasks  have  an  average  value  of  5.0,  with  a  standard  delation  of  1.0.  Thus,  any  task  having  a 
difiSculty  level  of  6.0  or  higher  is  considered  diflScult  to  learn. 

Training  Emphasis  (TE).  TE  is  defined  as  a  rating  of  which  tasks  require  emphasis  in  structured 
training  for  first-enlistment  personnel.  Structured  training  is  any  training  given  through  any 
organized  method.  This  includes,  but  is  not  limited  to,  training  provided  in  resident  training 
schools,  field  training  detachments  (FTD),  mobile  training  teams  (MTT),  and  formal  on-the-job 
training  (OJT).  Forty-five  experienced  NCOs  rated  the  tasks  in  the  inventory  on  a  10-point  scale 
ranging  fi’om  0  (no  training  required)  to  9  (extremely  high  amount  of  training  required).  The 
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intOTater  agreemoit  for  the  TE  ratings  was  also  acceptable.  The  average  IE  rating  was  2.80, 
with  a  standard  deviation  of  1.S3.  Any  task  rated  4  or  hig.  r  was  considered  to  have  a  high 
TE. 


U^g  TD,  TE,  and  percent  members  performing  data,  insight  into  first-enlistment 
personnel  training  requirements  can  be  obtained.  Such  insights  may  suggest  the  need  for 
loigthoiing,  shortening,  inclusion,  or  deletion  of  tasks  fi-om  formal  training  or  instruction. 


CAREER  LADDER  STRUCTURE 


The  first  step  in  the  occupational  analysis  process  is  to  identify  the  structure  of  the  career 
ladder  in  terms  of  the  jobs  performed  by  the  respondents.  Comprehensive  Occupational  Data 
Analysis  Programs  (CODAP)  assists  by  creating  an  individual  job  description  for  each  respondent 
based  on  the  tasks  performed  and  relative  amount  of  time  spent  on  the  tasks.  The  CODAP 
automated  job  clustering  program  then  compares  all  the  individual  job  descriptions,  locates  the 
two  descriptions  with  the  most  similar  tasks  and  time  spent  ratings,  and  combines  them  to  form  a 
composite  job  description.  In  succesrive  su^es,  new  members  are  added  to  this  initial  group,  or 
new  groups  are  formed  based  on  the  similarity  of  tasks  and  time  spent  ratings. 

The  basic  group  used  in  the  hierarchical  clustering  process  is  the  Job.  When  two  or  more 
jobs  have  a  substantial  degree  of  sinularity  in  tasks  performed  and  time  spent  on  tasks,  they  are 
grouped  together  and  identified  as  a  Cluster.  The  structure  of  a  career  ladder  is  defined  in  terms 
of  jobs  and  clusters  of  jobs. 


Overview  of  Spedaltv  Jobs 

Based  on  the  similarity  of  JI  responses,  five  jobs  and  four  clusters  were  identified.  Forty- 
seven  percent  of  the  respondents  perform  the  work  represented  by  the  Digital  Switching  Systems 
Maintenance  cluster.  Within  the  cluster,  two  jobs  were  identified.  The  remaining  jobs  identified 
in  the  structure  analysis  represent  support  and  numagement  fimctions. 

Figure  1  illustrates  the  division  of  jobs  within  the  Telephone  Switching  career  ladder. 
Table  3  presents  the  relative  time  spent  on  duti^  by  respondents  within  the  identified  career 
ladder  jobs. 

The  stage  (ST)  or  group  (GP)  numbers  shown  beside  the  title  are  reference  numbers 
assigned  to  the  group  by  the  CODAP  program.  The  symbol  "N"  denotes  the  number  of 
respondents  performing  the  job.  Table  4  lists  selected  background  data  for  the  groups. 
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TABLE  I 


AFSC  362X1  MAJCOM  DISTRIBUTION 


COMMAND 

USAFE 

AETC 

PACAF 

AFIC 

AMC 

AFMC 

AFSPACECOM 

AFC4A 

ACC 

7THCG 

EUROPE 

OTHER 


PERCENT  OF 
ASSIGNED 

17 

11 

13 
1 
9 

14 
6 
9 
14 
3 
2 
1 


PERCENT  OF 
SAMPLT 


20 

12 

12 


10 

7 

7 

9 

15 

4 

2 

1 


l  otal  Assigned  as  of  ^ril  1992;  799 
Total  Eligible  for  Survey:  711 
Total  in  Sample:  447 
Percent  of  Eligible  in  Sample;  63% 
Percent  of  Assigned  in  Sample;  55% 

-  Denotes  less  than  1  percent 
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TABLE  2 


PAYGRADE  DISTRIBUTION  OF  AFSC  362X1 


PERCENT  OF  PERCENT  OF 


E-2 

2 

3 

E-3 

11 

9 

E-4 

31 

32 

E-5 

29 

26 

E-6 

15 

17 

E-7 

11 

13 

E-8 

1 

*  Asof  April  1992 


Denotes  less  than  1  percent 


DISTRIBUTION  OF  DUTY  TIME  SPENT  BY  MEMBERS  OF  CAREER  LADDER 
(RELATIVE  PERCENT  OF  JOB  TIME) 
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I.  DIGITAL  SWITCHING  SYSTEMS  MAINTENANCE  CLUSTER 
(ST57,  N»209) 

A.  Digital  Switch  Maintenance  Job  (ST98,  N*140) 

B.  Cable  Engineer  Job  (STl  13,  N*12) 

n.  ELECTROMECHANICAL  SWITCHING  SYSTEMS  MAINTENANCE  JOB 
(ST70,N=15) 

m.  ENGINEERING  AND  INSTALLATION  (E  &  I)  TEAM  JOB  (ST72,  N=24) 

IV.  JOB  CONTROL  JOB  (ST67,  N=4) 

V.  COMMERCIAL  LIAISONS  JOB  (ST26.N=12) 

VI.  QUALITY  CONTROL/QUAUTY  ASSURANCE  CLUSTER  (GP42,  N=13) 
Vn.  RESIDENT  TRAINING  INSTRUCTORS  JOB  (ST175.  N=4) 

Vm.  SUPERVISORY/MANAGEMENT  CLUSTER  (ST51,  N=80) 

A.  NCOICJob(ST116,N=61) 

B.  Wire  Branch  Chiefe  Job  (ST94,  N-7) 

EX.  FUNCTIONAL  MANAGERS  CLUSTER  (ST3 1,  N«18) 


The  respondents  forming  these  groups  account  for  83  percent  of  the  survey  sample.  The 
remaining  17  percent  of  the  respondents  peiform  tasks  or  series  of  tasks  which  did  not  aUow  the 
program  to  group  them  with  monbers  of  these  jobs.  Some  examples  of  respondents  performing 
these  highly  unique  jobs  included  the  Ciueer  Oevelopmem  Course  (CDC)  Writer,  the  Bidds 
Management  System  Administrator,  Base  Land  Mobile  Radio  Manager,  Command  Control 
Switch  Maintenance  personnd,  and  first-enlistmoit  personnel  performing  a  few  minor  tasks 
associated  with  the  Distal  Switching  Systems  Mmntenance  cluster. 


OoaiP-D^ptiQPS 

The  succeeding  paragnq}hs  contain  descriptions  of  the  clusters  and  jobs.  Representative 
tasks  for  each  of  the  identifi^  clusters  and  jobs  are  contained  in  Appendbc  A. 
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I.  DigiTAL  swrrcHgJg  systems  maintenance  cLys■TE«^  mm 

Digital  Switching  Systems  Maintenance  is  the  core  work  of  the  career  ladder.  Most  of  the  work 
involved  in  the  cluster  is  technical  in  nature.  Much  of  the  job  involves  general  maintenance  and 
corrosion  coittrol  tasks,  maintaining  digital  line  and  trunk  int(»'&ce  equipment,  and  supply 
fimctions.  Thb  includes  isolating  malfunctions  to  various  systems  and  performing  prevoitative 
maintenance  inspections.  The  cluster  encompasses  an  average  of  1 17  tasks,  a  substantially  higher 
number  than  that  of  other  jobs  in  the  career  ladder.  Two  clearly  idoitifiable  jobs  were  found 
within  this  cluster. 

A.  Digital  Switch  Maintenance  Job  (ST98V  Members  of  this  job  sp«td  the  largest 
portion  of  their  time  on  the  maintenance  of  the  digital  switch.  This  is  a  very  broad  job,  with 
incumbents  reporting  an  average  of  140  tasks  performed.  Genoal  maintenance,  maintenance  of 
special  circuits  and  andllary  equipment,  customer  service  tasks,  and  the  isolation  of  malfunctions 
to  various  input/output  devices  are  core  functions  of  this  job  and  account  for  48  percent  of  their 
job  time.  Typical  ta^  include: 

accesang  lines  and  trunks  from  maintenance  positions 
isolating  malfunctions  to  duress  or  intrusion  alarm  circuits 
inspecting  batteries  for  corrosion 
programming  features 
wrapping  or  unwrapping  termiruds 
isola^g  mal&nctions  to  dial  lines 
removing  or  replacing  jumpers 
coordinating  telephone  installation  activities  with  inside 
or  outside  plants 

removing  or  replacing  circuit  cards  or  electrical  card  assemblies 

restoring  permanent  lock-outs 

coordinating  troubleshooting  with  outdde  agencies 


Digital  Swtch  Maintenance  personnd  average  8  years  of  service,  35  percent  are  in  their 
first  enlistment,  and  most  hold  the  5-skill  level.  The  predominant  paygrade  is  E-4,  with  89 
percent  in  paygrades  E-3  through  E-5. 

B.  Cable  Engineer  Job  fSTl  13V  Twelve  respondents  performed  the  Cable 
Engineer  job.  Cable  En^eers  performed  a  relativdy  large  number  of  common  tasks  (106).  This 
job  was  dstinguished  by  the  time  incumbents  spend  on  tasks  relating  to  removing,  replacing, 
marking,  mounting,  testing,  and  drilling  holes  for  the  installation  of  cables.  In  addition  to  the 
cable  installation  and  maintenance  tasks,  this  job  involves  many  general  maintenance  functions. 
Forty-four  percent  of  the  duty  time  of  the  members  of  this  job  is  spent  performing  general 
maintftnanrg.  tasks  and  E  &  1  tasks.  Examples  of  cable  m^tenance  and  installation  tasks 
performed  by  members  of  this  job  include; 
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fonning  cables 
ftiming  cables 

marking,  cutting,  stripping,  and  butting  cables 
running  cables 

isolating  malfunctions  to  cables 
removing  or  replacing  twisted  pair  cables 
terminating  cables  with  punch-on  devices 
updating  tdephone  system  cable  records 


Re^ndents  holding  this  job  are  of  the  3-  and  S-skill  level.  Seventem  percent  of  the 
incumbents  were  in  thdr  first  enlistment.  The  average  time  in  service  for  the  job  was  7  years  and 
6  months,  with  the  predomiiuuit  paygrade  being  E-S. 

n.  ELECTROMECHANTCAL  SWITCHING  SYSTEMS  MAINTENANCE  m 
(STTOV  The  Electromechanical  Switching  job  is  rapidly  disappearing  as  electromechanical 
devices  are  being  phased  out  of  use  in  Air  Force  telephone  systems.  The  IS  members  of  this  job 
represoit  only  3  percent  of  the  ovotdl  sample.  This  job  involves  a  few  of  the  same  technical  tasks 
that  existed  in  the  Digital  Switching  Systems  Maintenance  cluster;  however,  much  of  the  job 
involves  adjusting  or  aligning  electrical  and  mechanical  switches,  relays  and  contacts,  and  oAer 
general  maintenance  functions  for  electromechanical  telq)hone  switches.  Typical  tasks  for  this 
job  include: 


adjusting  or  aligning  relay  contacts 

adjusting  or  aligning  electrical  switches 

performing  PMIs  on  mechanical  switches 

adjusting  or  aUgning  wiper  contacts 

assembly  or  disassembling  mechanical  switches 

isolatmg  malfunctions  to  central  ofiBce  sv;^di  boards 

poforming  PMIs  on  step-by-step  switching  equipment 

adjusting  or  aligning  mechmiical  rdi^ 

tracing  calls  using  trunking  schematics  or  bay  cards 

isolating  malfunctions  within  step-by-step  switching  equipment 

adjusting  or  aligning  mechanical  smtches 


Members  of  this  job  average  8  years  of  active  duty  service,  and  67  percent  hold  the  5-sldl] 
level.  Thirteen  po'cent  of  the  incumboits  are  located  overseas.  Only  one  of  the  incumbents  in 
this  job  is  in  thdr  first  enlistment.  The  predominant  paygrade  for  the  group  is  E-4. 
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m.  mi  installation  team  rST72y  incumbents 

performing  the  E  &  I  Team  job  spend  about  57  percent  of  th^  job  time  on  tasks  related  to 
installing  new  tdephone  switching  systems  and  making  modifications  to  existing  systems. 
Members  of  the  E  &  I  Team  spend  much  of  their  time  performing  initial  installations  of  cable  runs, 
junqxn^  and  undo’  floor  conduit  syst«ns.  The  xvengt  number  of  ta:dcs  poformed  in  this  job  is 
46.  The  24  re^ndents  making  up  this  job  represent  5  percent  of  the  total  sanqile.  Some  typical 
tasks  include; 


marking,  cutting,  stripping,  and  butting  cables 
forming  cables 
&nning  cables 

performing  initial  installation  of  cable  runs 
running  cables 

performing  initial  installation  of  jumpm 

performing  cable  operational  tests 

terminating  cables  with  punch-on  devices 

poforming  initial  installations  of  cables  under  floor  conduit  systems 

interpreting  blueprints 

drilling  holes  for  mounting  cable  runs 


Members  in  this  job  have  an  average  of  9  years  of  service.  Only  one  of  the  incumbents  is 
in  their  first  enlistment.  Ninety-two  percent  are  assigned  to  CONUS.  Most  of  these  incumbents 
(79  percent)  are  in  paygrades  E-4  and  E-5.  There  is  an  even  diviaon  of  5-  and  7-skill  level 
persormd. 


IV.  JOB  CONTROL  JOB  (ST67).  The  Job  Control  job  r^resents  less  than  1  percent 
of  the  sample.  Re^rondents  spent  most  of  their  time  performing  maintenance  coordination  tasks 
and  little  time  on  technical  tasks.  The  average  number  of  tasks  performed  is  only  10.  Eighty-two 
percent  of  their  relative  job  time  is  q)ent  performing  J^  Control,  organizational,  and 
administrative  tasks,  such  as: 


assigning  job  control  numbers 

coordinating  trouble  shooting  with  outside  agencies 

preparing  briefings 

coordinating  jobs,  outages,  or  maintenance  with  job  control 
annotating  work  orders 
determining  work  priorities 
directing  maintenance  of  equipment  and  supplies 
coordinating  leased  equipment  malfunctions  with  commercial 
telephone  companies 
reviewing  telephone  work;  order  logs 
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Two  of  these  four  respondoits  are  located  overseas.  All  four  are  S-skill  level  pownnel, 
and  all  four  are  in  paygrade  E-4.  They  average  5  1/2  years  of  service,  and  two  are  in  their  first 
enlistment. 


V.  COMMERCIAL  LIAISONS  JOB  (ST26V  The  12  respondents  in  the  Commo-cial 
Liaisons  job  represent  3  po-cent  of  the  total  sample.  The  job  is  almost  ecclusively  dealing  with 
outside  agencies  regarding  maintenance  and  installation  of  telephone  systems.  The  incumboits 
poformed  an  average  of  24  tasks.  Although  members  of  this  job  report  spending  56  percent  of 
their  job  time  performing  administrative  and  job  control  tasks,  this  job  dififos  fi’om  the  Job 
Control  job  in  the  amount  of  time  spent  dealing  with  commercial  agencies  (ovo-  28  percent  of  the 
relative  job  time).  The  typical  tasks  include: 


coordinating  telephone  installations  with  base  units  or 
commercial  telephone  companies 
coordinating  leased  equipment  malfimctions  with  commercial 
telephone  companies 

logging  requirements  for  tdephone  installations 
coordinating  circuit  of  trunk  outages  with  commercial  telephone 
companies 

coordinating  troubleshooting  Avhh  outdde  agencies 


Most  of  the  members  of  this  job  are  5-skill  level  personnel,  and  there  are  no  incumbents  in 
thdr  first  enlistment.  The  average  time  in  service  was  1 1  years.  The  predominant  paygrade  is  E- 
5. 


VI.  QUALITY  CONTROL/OUAUTY  ASSURANCE  CLUSTER  fGP42y  The  13 
monbers  of  this  cluster  of  jobs  perform  an  avotige  of  32  tasks.  Very  few  of  the  tasks  being 
performed  are  technical  in  ruture.  Trairung,  establishing  and  analyang  work  methods,  and 
administrative  tasks  are  the  primary  functions  of  this  cluster.  Thirty-nine  percent  of  the 
incumbents'  relative  job  time  is  spent  tnuning,  inspecting,  and  evaluating  personnel  or  procedures. 
An  additional  20  percent  of  the  job  time  is  spent  planning  work  controls,  briefings,  and  other 
organizational  duties.  Some  typical  tasks  are: 


writing  staff  studies  or  special  reports 
interpreting  polides,  directives,  or  procedures 
for  personnel 
writing  EPRs 

evaluating  individual  training  needs 
evaluating  inspection  report  findings 
perfomung  test  analyses 
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evaluating  pmonnel  for  promotion,  demotion, 
or  reclassification 

evaluating  pmonnd  for  compliance  with  safety  standards 

analyzing  workload  requirements 

establishing  woric  methods 

establishing  woric  controls 

inspect  station  grounds  for  corroaon 

inspect  bus  bars  for  corrosion 

inspect  fiwies  for  corrosion 


Overall,  the  group  has  an  average  of  almost  12  years  of  service.  The  predominant 
paygrade  is  E-7,  and  62  percent  of  the  group  hold  the  7-skill  level. 

Two  jobs  were  identified  within  this  cluster,  the  Corrosion  Control  Inspectors  job  and  the 
Quality  Control  Inspectors  job. 

The  CotToaon  Control  Inspectors  job  is  a  snudl  group  of  inspectors  spending  20  percent 
of  their  time  performing  corrosion  control  inspections  on  power  firames.  Members  of  the 
Corrosion  Control  Inspectors  job  performed  an  average  of  49  tasks. 

The  Quality  Control  Inspectors  job  was  a  group  of  inspectors  spoiding  50  percent  of  their 
rdative  job  time  evaluating  personnel  and  workcenters  for  compliance  with  standards.  An 
average  of  25  tasks  are  bdng  performed  by  the  members  of  this  job. 


Vn.  BESmgNT  3BAININQ  INSTRUCTORS  IQfi  (ST175y  This  highly 
homogeneous  group  of  incumbents  are  all  located  at  Sheppard  AFB,  at  the  Training  Wing.  The 
four  members  of  this  job  spend  85  percent  of  th«r  rdative  job  time  performing  training  duties. 
This  job  involves  no  technical  tasks  and  virtually  no  supovisory  fimctions.  Conducting  classroom 
training,  the  administration  and  scoring  of  tests,  and  the  preparation  of  lesson  plans  are  the 
primary  fimctions  being  performed  in  this  job.  On  average,  they  perform  only  1 1  tasks;  these 
tasks  include: 


conducting  resident  course  classroom  training 

conducting  skill-performance  tests 

scoring  tests 

prqjaring  lesson  plans 

administering  tests 

constructing  training  aids 

procuring  training  aids,  space,  or  equipment 

performing  test  analyses 

writing  test  questions 

evaluating  progress  of  residence  course  students 
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The  Resident  Training  Instructors  have  an  average  time  in  service  of  9  years.  There  are 
two  £-Ss  and  three  7-skill  level  personnel. 


Vra.  SUPERVISORY/MANAGEMENT  CLUSTER  (STSIV  This  cluster  of  jobs 
represents  the  work  performed  by  the  nuyority  of  senior  personnel.  These  80  re^ndoits 
p<^orm  an  average  of  81  tasks,  including  both  administrative  and  supervisory  functions  Most  of 
the  in»de  plant  managonoit  functions,  such  as  performing  evaluations,  setting  woik  priorities, 
establishing  woiic  controls,  conducting  OJT,  and  delegating  additional  duties,  are  managed  by 
these  incumb«its.  The  incumbents  come  from  almost  every  location,  with  almost  50  p^cent 
located  overseas.  Two  Jobs  were  identified  within  this  cluster;  the  NCOIC  and  Wire  Branch 
Chiefs  jobs. 


A.  NCOIC  Job  (ST116V  NCOIC  is  the  core  job  within  the  Supervisory/ 
Management  cluster.  An  average  of  94  ta.<ikg  are  performed  by  the  members  of  this  job.  These 
tasks  primarily  deal  ivith  conducting  OJT,  coordination  of  work  and  inspections,  evaluating 
persotmel  and  training  needs,  and  directing  maintenance  activities  of  inside  plant  maintoiance 
persormel.  This  job  is  differentiated  from  the  Wire  Branch  Chiefs  job  primarily  by  the  training 
functions  performed  by  NCOIC  posonnel.  Typical  tasks  for  the  NCOIC  job  include; 


counseling  personnel  on  personal  or  military-related  matters 

determining  work  priorities 

planning  details  or  additional  duties 

planning  work  assignments 

evaluating  individual  training  needs 

interpreting  policies,  directives,  or  procedures  for  personnel 

aimotating  OJT  records 

conducting  OJT 

evaluating  progress  of  OJT  trainers  or  trainees 
evaluating  inspection  report  findings  or  procedures 
performing  self-inspections 


The  average  time  in  service  for  the  incumbents  was  14  years,  2  months.  The  majority  of 
the  cluster  (75  perc«it)  hold  the  7-skill  level  or  higher,  and  the  predominant  paygrades  are  E-6 
and  E-7.  Also  of  interest,  92  percent  of  the  cluster  supervised  one  or  more  persons. 

B.  Wire  Branch  Chiefe  Job  fST94V  The  members  of  the  >^e  Branch  Chiefr  job 
perform  con»derably  fewer  tasks  than  the  NCOIC  job,  avera^g  only  29  tasks.  Most  of  these 
taslcis  deal  with  the  supervision  and  management  of  personnel.  Members  of  this  job  spend  more 
than  twice  as  much  of  their  job  time  supervising  personnel  from  specialties  other  than  telephone 
switching.  Similarly,  none  ofthe  tasks  performed  in  thisjob  are  specific  to  the  career  field.  Some 
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additional  fimctions  of  this  involve  the  implonentation  of  safety,  security,  quality  control  and 
disaster  prqiaredness  programs,  and  the  preparation  for  and  conducting  of  brie&gs.  Some 
ty{»cal  tasks  are: 


supervising  military  personnel  with  AFSCs 
other  than  362X1 
writing  EPRs 

reviewing  or  endor^g  EPRs 

conducting  meetings,  such  as  staff,  council,  board 

aninsding  personnel  on  military-related  matters 

interpreting  policies,  directives,  or  procedures  for  personnel 

implement  security  training  programs 

implemoit  QC  or  Q  A  programs 

supervising  Telephone  Switching  Specialists  (AFSC  36251) 


The  incumbents  of  this  job  average  over  18  years  of  military  service,  more  than  any  other 
job  in  the  careo-  field.  The  predominant  paygrade  is  £-7,  and  all  of  the  incumbents  are  7-  or 
skill  level  personnel.  Also  of  interest,  the  members  of  the  Wire  Branch  Chiefe  job  have  an  average 
of  16  \H  years  in  the  career  field. 


IX.  tUNCnONAL  MANAGERS  CLUSTER  (ST3iy  The  18  members  of  this  cluster 
amounted  to  4  percent  of  the  overall  sample,  hfirch  of  their  time  is  spent  on  administrative 
functions.  These  primarily  senior-level  incumbents  p^ormed  an  average  of  only  15  tasks. 
Prepatiiig  tables,  gi^hs,  and  diagrams  for  various  meetings,  writing  special  reports,  and  other 
administrative  staff  fimctions  are  the  core  woiic  of  the  cluster.  One-third  of  the  1 8  members  were 
stationed  overseas.  Some  typical  tasks  of  the  incumbents  are: 


conducting  meetings,  such  as  staf^  coundl,  board 
reviewing  coiTeiq)ondence 
writing  staff  stinfies  or  special  reports 
developing  tables,  graphs,  or  diagrams,  other  than  organizational 
diaits  or  status  boards 
preparing  briefings 
assigning  due  dates 


This  group  is  composed  of  primarily  E-7s.  Sevoity-dght  percent  hold  the  7-skill  level  or 
higha*,  and  17  percent  of  the  remaining  persons  hold  a  primary  AFSC  otho-  than  362X1.  The 
Total  Active  Federal  Nfilhary  Service  (TAI^S)  for  this  job  is  17  years. 
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Although  several  variations  exist  within  this  cluster,  most  are  small  and  encompassed 
preparing  for  and  conducting  briefings  and  related  staff  functions. 


COMPARISON  OF  CURRENT  JOB  STRUCTURE  TO  PREVIOUS  STUDY 


The  current  job  structure  was  compared  with  the  previous  OSR  (AFPT  90-362-797, 
March  1990).  Table  5  lists  the  nuyor  jobs  reported  in  the  current  study  and  their  equivalents  in 
the  previous  study.  A  review  of  the  table  rev^s  there  has  been  a  shift  fi'om  electromechanical  to 
distal  switching  systems  maintoiance.  This  change  is  indicative  of  the  technolo^cal  changeover 
fi'om  electromechanical  to  digital  equipment.  A  review  of  the  table  also  highlights  the  decline  in 
the  number  of  E  &  I  team  memt^s.  This  decrease  is  attributed  to  the  increase  in  civilian 
contracting  of  the  duties  of  that  job.  This  decrease  has  since  included  GrifBss  AFB,  which 
switched  over  to  contract  effective  September  1992.  Lastly,  there  has  been  an  increase  in  the 
number  of  supervisory  and  administrative  jobs  since  the  last  study. 


ANALYSIS  OF  DAFSC  GROUPS 


An  aiudysis  of  DAFSC  groups,  along  with  the  career  ladder  structure,  is  an  integral  part  of 
an  OSR.  The  DAFSC  analysis  examines  the  differences  in  tasks  performed  by  persons  of  different 
skill  levels.  This  information  can  be  used  to  evaluate  how  well  career  ladder  documents,  AFR 
39-1  Specialty  Descriptions  and  the  STS,  reflect  \^diat  is  being  done  in  the  field.  Table  6  displays 
the  distribution  of  DAFSCs  over  career  ladder  jobs,  and  Table  7  shows  the  percent  time  spent  on 
each  duty  across  skill-level  groups. 

A  typical  pattern  of  progression  exists  within  the  AFSC  362X1  career  ladder.  Personnel 
at  the  lowest  skill  level  tended  to  spend  more  time  performing  technical  tasks.  As  experience  and 
skill  levd  increase,  persormel  begin  doing  more  admiiustrative  tasks,  but  continue  to  perform 
many  technical  tasks.  Senior  personnel  tend  to  peift>rm  almost  exclusively  administrative  and 
managerial  tasks. 


Skill-Level  Descriptions 

DAFSC  36231.  The  45  airmen  in  the  3-skill  level  group  represent  10  percent  of  the  total  sample. 
Performing  an  average  of  71  tasks,  the  3-skill  level  personnel  spend  55  percent  of  their  relative 
job  time  on  technical  tasks.  These  tasks  involve  gene^  maintenance  of  switches  and  input/output 
devices  and  isolating  malfunctions  to  system  components.  As  shown  in  Table  6,  71  percent  of  the 
3-skill  level  personnel  are  working  in  the  Digital  Switching  Systems  Maintenance  cluster. 
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JOB  SPECIALTY  COMPARISONS  BETWEEN  CURRENT  AND  1990  SURVEYS 


Denotes  less  than  I  percent 


TABLE  6 


DISTRIBUTION  OF  SKILL-LEVEL  PERSONNEL 
ACROSS  CAREER  LADDER  JOBS 


DAFSC 

36231 

rN=45J 

DAFSC 

36251 

1N=236) 

DIGITAL  SWITCHING  SYSTEMS 
MAINTENANCE  CLUSTER 

69% 

55% 

ELECTROMECHANICAL  SWITCHING 

SYSTEMS  MAINTENANCE  JOB 

4% 

5% 

ENGINEERING  AND  INSTALLATION  TEAM 

JOB 

2% 

7% 

JOB  CONTROL  JOB 

0% 

1% 

COMMERCIAL  LIAISONS  JOB 

0% 

3% 

QUALITY  CONTROL/QUAUTY  ASSURANCE 
CLUSTER 

2% 

2% 

RESIDENT  TRAINING  INSTRUCTORS  JOB 

0% 

1% 

SUPERVISORY/MANAGEMENT  CLUSTER 

0% 

8% 

FUNCTIONAL  MANAGERS  CLUSTER 

0% 

1% 

NOT  GROUPED 

23% 

15% 

-  Denotes  less  than  1  percent 


DAFSC 

36271 

n^=166J 

28% 

4% 

4% 

0% 

2% 

4% 

36% 

9% 

13% 
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TABLE? 


RELATIVE  PERCENT  TIME  SPENT  PERFORMING  DUTIES 
BY  DAFSC  GROUPS 


DUTIES 


36231  36251  36271 

(N^S>  rN=236^  fN=166^ 


A  ORGANIZING  AND  PLANNING  4 

B  DIRECTING  AND  IMPLEMENTING 
C  INSPECTING  AND  EVALUATING 
D  TRAINING  1 

E  PERFORMING  ADMINISTRATIVE  AND  SUPPLY  7 

TASKS 

F  PERFORMING  DIAL  SERVICES  ADMINISTRATOR  2 

TASKS 

G  PERFORMING  JOB  CONTROL  TASKS  6 

H  MAINTAINING  SPECIAL  CIRCUITS  AND  19 

ANTICILLARY  EQUIPMENT  ON  DIGITAL 
SWITCHED  SYSTEMS 

I  PERFORMING  CUSTOMER  SERVICE  TASKS  1 5 

J  MAINTAINING  DIGITAL  SWITCHING  CENTRAL  4 

CONTROL  SYSTEMS 

K  MAINTAINING  DIGITAL  SWITCHING  2 

NETWORKS 

L  MAINTAINING  DIGITAL  SWITCHING  LINE  AND  7 

TRUNK  INTERFACE  EQUIPMENT 
M  MAINTAINING  DIGITAL  SWITCHING  6 

INPUT/OUTPUT  EQUIPMENT 

N  PERFORMING  ENGINEERING  AND  4 

INSTALLATION  TASKS 

O  MAINTAINING  ELECTROMECHANICAL  4 

TELEPHONE  SWITCHING  SYSTEMS 
P  PERFORMING  GENERAL  MAINTENANCE  AND  18 

CORROSION 


9 

4 

5 
7 
9 

3 

7 

11 


9 

2 

2 

5 

4 

7 

3 

12 


19 

11 

14 

9 

9 

3 

5 

6 


4 
2 

1 

3 

2 

5 
1 

6 


-  Denotes  less  than  1  percent 
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Tabte  8  di^lays  representative  tasks  performed  by  3-skill  level  posonnel.  These  tasks  reflect  the 
tedmical  nature  of  the  woiic  3-levels  perform.  The  tasks  bdng  performed  by  3-skill  level 
personnd  are  quite  amilar  to  that  of  S-skill  level  personnel. 


DAF^  36251.  This  group  of  236  members  (S3  percent  of  the  total  sample)  poform  an  average 
of  80  tasks.  Five-skill  levd  personnel  poform  a  substantial  number  of  technical  tasks,  but  are 
distinguished  by  the  increased  enq)hasis  on  administrative  functions,  as  compared  to  the  3-skill 
level  members.  Table  10  outlines  the  extreme  difference  in  percait  members  pofoiming 
administrative  fiinctions  between  3-  and  S-skill  level  personnd.  Table  9  shows  the  representadve 
tasks  of  the  group.  Fifly-five  percent  of  their  relative  job  time  is  spent  performing  97  tasks. 
Table  6  shows  SS  percent  of  this  group  within  the  Digital  Switching  Systems  Mainterumce  duster, 
wdth  an  additional  9  percent  ftlhng  whlun  the  Supervisory/Management  cluster.  Forty-one 
percem  of  the  group  report  having  supervisory  responsibilities. 


DAFSC  36271.  Seven-skill  level  personnel,  representing  37  percent  of  the  sample,  perform  an 
average  of  83  tasks.  The  members  of  this  group  perform  a  substantial  number  of  supervisory  and 
managerial  tasks.  These  tasks  primarily  deal  vtdth  the  supervision,  training,  and  evaluation  of 
personnel  and  the  determination  and  coordination  of  woric  priorities  and  equipment  maintenance. 
A  r&view  of  Table  6  shows  a  large  part  (36  percent)  of  this  group  are  in  the  Supervisory/ 
Managem«it  cluster.  Another  28  percent  fidl  in  the  Digital  Swhcl^g  Systems  M^enance 
cluster.  Almost  half  of  all  7-skill  levd  personnd  are  in  one  of  the  managerial  job  clustors.  Table 
1 1  diows  the  representative  tasks  of  the  personnel  in  this  group.  As  noted,  the  tasks  are  mostly 
administrative  or  managerial  in  nature.  Sixty-nine  percent  of  the  group  report  having  supervisory 
re^nsibilhies.  These  166  respondents  spend  55  percent  of  their  relative  job  time  performing  80 
tasks.  Unlike  the  3-  and  5-skill  levd  personnel,  ^e  typical  7-skill  level  respondent  spends  very 
little  time  performing  technical  functions.  The  most  commonly  p^ormed  task  of  both  3-  and  5- 
skill  level  persormd  (wrqiping  and  uimnqrping  terminals)  is  one  that  is  performed  by  few  7-skill 
levd  persotmel  (see  Table  12).  This  task  is  very  much  indicative  of  the  decrease  in  technical 
performance  seen  among  7-skill  levd  persotmel. 


Summary 

Personnd  in  AFSC  362X1  progress  typically  through  the  career  ladder.  The  3-skill  level 
persormd  spend  the  nuyority  of  thdr  time  performing  tecluucal  tasks.  Five-skill  level  personnel 
perform  technical  tasks,  along  with  increased  numbo-s  of  administrative  and  supervisory  tasks. 
Seven-skill  levd  personnel  perform  almost  exclusively  administrative  and  managerial  tasks,  with 
very  few  technical  tasks. 
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TABL]£8 


REPRESENTATIVE  TASKS  PERFORMED  BY 
3-SKILL  LEVEL  PERSONNEL 

PERCENT 

MEMBERS 

PERFORMING 

TASKS  m=45) 

P46S  Wrap  or  unwrap  terminals  91 

P460  Remove  or  replace  jumpers  82 

1236  Isolate  malfunctions  to  direct  lines  75 

H194  Mrasure  capacitance  levels  73 

P4S1  Isolate  mal^cdons  to  jumpers  71 

1235  Isolate  malfunctions  to  dial  lines  68 

H210  Remove  or  replace  circuit  cards  or  electrical  card  assemblies  67 

H195  Measure  voltage  levels  67 

1245  Isolate  malfunctions  to  tingle-line  telephones  67 

P463  Solder  or  desolder  terminals  67 

L276  Access  line  and  trunks  from  maintenance  positions  (MAPs)  64 

H199  Perform  busy  out  procedures  64 

H201  Perform  PMIs  on  air  filters  64 

P439  Inspect  batteries  for  corrotion  62 

H21 1  Remove  or  replace  fuses  60 

N353  Perform  iiutial  installations  of  jumpers  55 

1239  Isolate  malfunctions  to  fire  ahum  circuits  55 

G167  Coonfinate  troubleshooting  with  outside  agoides  55 

1234  Isolate  nudfunctions  to  data  drciuts  printers,  and  drives  55 

H200  Perform  loop  retistance  or  insulation  tests  53 

J260  Take  softwve  images  or  database  backups  53 

1237  Isolate  malfunctions  to  duress  or  intrusion  alarm  drciuts  5 1 

M3 14  Perform  PMIs  on  input/output  (I/O)  devices,  such  as  VDUs,  printers,  and  5 1 

drives 

1248  Trace  calls  using  visual  display  units  (VDUs)  51 

P442  Inspect  firames  for  corrosion  5 1 

M307  Isolate  malfunctions  to  attendant  consoles  5 1 

E143  Update  telephone  system  cable  records  49 

G162  A^gnjobconttolnumb«%  49 

P464  Terminate  cables  with  punch-on  devices  49 

G165  Coordinate  telephone  installation  acti'sdties  with  inside  or  outside  plants  49 

H226  Service  batteries  49 

A6  Coordinate  jobs,  outages,  or  maintenance  with  job  control  49 

M309  Isolate  malfunctions  to  input/output  controllers  (lOCs)  49 
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TABLE  9 


REPRESENTATIVE  TASKS  PERFORMED  BY 
5-SKILL  LEVEL  PERSONNEL 

PERCENT 

MEMBERS 

PERFORMING 

TASKS  (N=236) 

P46S  Wrap  or  unwn^)  terminals  68 

P460  Remove  or  rq)lace  jumpers  53 

A6  Coordinate  jobs,  outages  or  maintenance  with  job  control  61 

1235  Isolate  nudfiinctions  to  dial  lines  60 

1245  Isolate  malfunctions  to  single-line  telephones  58 

1236  Isolate  malfunctions  to  direct  lines  56 

P451  Isolate  nudfiinctions  to  jun^)ers  53 

G167  Coordinating  troubleshooting  with  outade  agencies  52 

H211  Remove  or  replace  fuses  52 

NQIO  Remove  or  replace  circuit  cards  or  electrical  card  assemblies  52 

1237  Isolate  malfunctions  to  duress  or  intmaon  alarm  circuits  5 1 

1241  Isolate  malfunctions  to  inside  wiring  49 

H195  Measure  voltage  levels  49 

1248  Trace  calls  u^g  visual  display  units  (VDUs)  48 

P464  Terminate  cables  with  punch-on  devices  48 

1243  Isolate  malfunctions  to  multiline  tdephones  48 

G170  Program  features  48 

G165  Coordinate  telephone  installation  activities  with  inside  or  outside  plam  47 

M307  Isolate  malfuncticHis  to  attendant  consoles  47 

D79  Annotate  on-the-job  training  records  47 

G162  Asagn  job  control  numbers  47 

1234  Isolde  malfunctions  to  data  circuits  45 

P463  Solder  or  desoldo-  terminals  45 

J260  Take  software  images  or  database  backups  45 

H201  Perform  PMIs  on  air  filters  44 

A13  D^^nune  work  priorities  44 

G163  Coordinate  circuit  or  trunk  outages  with  commerdal  telephone  companies  44 

P442  Inspect  fiemes  for  corrosion  .  43 

1239  Isolate  malfunctions  to  fire  alarm  circiuts  43 
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TABLE  11 


REPRESENTATIVE  TASKS  PERFORMED  BY 

7-skill  level  personnel 

PERCENT 

MEMBERS 

PERFORMING 

TASKS  nsr=166) 

C77  Write  EPRs  67 

A13  Detennine  woric  priorities  64 

C68  Review  correspondence  61 

CSO  Counsd  personnel  on  personal  or  n!ii]itary>related  mattm  60 

A9  Detomine  equipment  or  supply  requirenwits  58 

CS4  Evaluate  personnd  for  compliance  with  poformance  standards  56 

D81  Conduct  OJT  56 

D79  Annotate  (Mi-the-job  training  (OJT)  records  56 

A6  Coordinate  jobs,  outages,  or  maintenance  with  job  control  56 

D91  Evaluate  individual  traiiung  needs  54 

B41  Interpret  policies,  directives ,  or  procedures  for  personnel  53 

A23  Prepare  briefings  52 

CSS  Evaluate  personnd  for  conqiliance  with  safety  standards  52 

B29  Assign  due  dates  51 

A25  Sdiedule  leaves  or  temporary  duty  (TDY)  asrignments  5 1 

A20  Plan  details  or  additional  duties  5 1 

C65  Poform  self  in^)ections  51 

D87  Detomine  training  requirements  50 

A19  Establish  work  methods  50 

A12  Determine  telephone  maintenance  reqmrements  49 

A3  Conduct  meetings  such  as  stafl^  coun^,  board  48 

A5  Coordinate  installation  of  equipment  with  contract  personnel  or  48 

associated  tystem  personnd 

A22  Plan  work  assignments  48 

B46  Supervise  Telephone  Switching  Specialists  (AFSC  36251)  47 

C5 1  £>4luate  individuals  for  promotion,  demotion,  or  reclasrification  47 

A18  Establish  work  controls  47 

A17  Establish  performance  standards  for  peraonnd  47 

D86  Counsd  trainers  or  trainees  on  training  progress  46 

A8  Coordinate  quality  control  (QC)  or  quaihy  assurance  (Q  A)  46 

inspections  with  inspectors 
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REPRESENTATIVE  TASK  DIFFERENCES  BETWEEN  5-  AND  7-SKILL  LEVEL  PERSONNEL 

(PERCENT  MEMBFUS  PERFORMING) 
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ANALYSIS  OF  AFR  39-1  SPECIALTY  DESCMPTIONS 


Survey  data  were  compared  to  the  AFR  39-1  Specialty  Descriptions  for  Tdq)hone 
Switching  Specialists  (AFSCs  36211/36231/36251)  and  Tdephone  Switch^  Technician  (AFSC 
36271)  dated  IS  March  1991,  effective  30  April  1^1.  The  descriptions  of  the  3-,  S-,  and  7-skill 
levds  were  well  supported  by  the  data.  The  descriptions  accurately  depict  the  highly  technical 
aspects  of  the  job,  as  well  as  the  administrative  duties  performed  by  5-levd  personnel.  The 
descriptions  also  outline  the  increase  in  supervisory  responsibilities  for  7-skill  levd  personnd. 
The  descriptions  generally  capture  the  respondbilities  of  the  job  groups  identified  in  the  career 
ladder  structure  as  wdl. 

Effective  31  October  1993,  AFSC  362X1  will  become  AFSC  2E7X1.  In  addition,  3-,  5-, 
and  7-skill  level  job  titles  will  change  to  Telephone  Switching  Apprentice,  Telephone  Switching 
Journeymen,  and  Telephone  Switching  Craftsmen,  respectively. 


TRAINING  ANALYSIS 


Occupational  surveys  provide  a  source  of  information  that  can  be  very  useful  in  the 
development  of  training  programs.  Through  the  use  of  OSR  data,  one  can  more  accurately 
determine  what  first-enlistmem  personnel  are  doing  as  a  group  and  subsequently  develop  or  refine 
training  programs  to  be  more  suitable  to  their  needs.  Factors  used  in  evaluating  training  include 
the  overall  description  of  jobs  performed  by  first-enlistment  personnel,  the  distribution  of  first- 
enlistment  personnel  (1-48  months'  TAFMS)  among  career  ladder  jobs,  percentages  of  first- 
enlistment  and  first-job  (1-24  months'  TAFMS)  personnel  using  certain  equipment,  and  TE  and 
TD  ratings  (previously  explained  in  the  SURVEY  METHODOLOGY  section). 


First-Enlistment  Personnel 

In  AFSC  362X1,  there  were  79  airmen  in  thw  first  enlistment.  They  represented  18 
percent  of  the  total  sample.  Figure  2  shows  the  distribution  of  first-enlistment  personnel  in  the 
jobs  identified  in  the  careo*  ladder  structure  analysis.  Sixty-eight  percent  of  those  in  their  first 
enlistment  are  working  within  the  Digital  Switching  Systems  Maintenance  cluster.  Because  of  the 
large  amounts  of  training  taking  place  among  first-enlistment  personnel,  almost  one-fourth  of 
them  were  not  grouped  with  any  of  the  identified  career  ladder  jobs.  The  remainder  of  the  first- 
enlistment  personnel  are  scattered  within  other  career  ladder  jobs. 

First-enlistment  personnel  perform  mostly  technical  tasks  involving  the  isolation  of 
malfunctions  to  components  such  as  jumpers,  multiline  telephones,  direct  lines,  and  dial  lines. 
They  also  perform  various  kinds  of  jumper  maintenance,  including  measuring  voltage  levels, 
removal  and  replacment,  and  measuring  capacitance  levels.  As  shown  in  Table  13,  57  percent  of 
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FIRST  ENLISTMENT 
JOB  STRUCTURE 


TABLE  13 


RELATIVE  TIME  SPENT  ON  DUTIES  BY 
FIRST-ENUSTMENT  PERSONNEL 
(N=79) 

PERCENT 

TIME 

DUTIES  SPENT 

A  ORGANIZING  AND  PLANNING  5 

B  DIRECTING  AND  IMPLEMENTING  2 

C  INSPECTING  AND  EVALUATING  1 

D  TRAINING  1 

E  PERFORMING  ADMINISTRATIVE  OR  SUPPLY  TASKS  8 

F  PERFORMING  DIAL  SERVICES  ADMINISTRATOR  TASKS  3 

G  PERFORMING  JOB  CONTROL  TASKS  7 

H  MAINTAINING  SPECIAL  CIRCUITS  AND  ANTICILLARY  1 8 

EQUIPMENT  ON  DIGITAL  SWITCHED  SYSTEMS 
I  PERFORMING  CUSTOMER  SERVICE  TASKS  1 5 

J  MAINTAINING  DIGITAL  SWITCHING  CENTRAL  CONTROL  4 

SYSTEMS 

K  MAINTAINING  DIGITAL  SWITCHING  NETWORKS  2 

L  MAINTAINING  DIGITAL  SWITCHING  LINE  AND  TRUNK  6 

INTERFACE  EQUIPMENT 

M  MAINTAINING  DIGITAL  SWITCHING  INPUT/OUTPUT  EQUIPMENT  5 

N  PERFORMING  ENGINEERING  AND  INSTALLATION  TASKS  4 

O  MAINTAINING  ELECTROMECHANICAL  TELEPHONE  SWITCHING  2 

SYSTEMS 

P  PERFORMING  GENERAL  MAINTENANCE  AND  CORROSION  16 

CONTROL  TASKS 


NOTE:  Columns  may  not  add  to  1 00  percent  due  to  rounding 
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thdr  rdative  job  time  is  q)ait  perfbnning  technical  duties.  Table  14  shows  some  of  the  tasks 
being  performed  by  firtt-enlistment  personnel. 


TE  and  TP 

TE  and  TD  data  are  secondary  &ctors  that  can  assist  technical  school  personnel  in 
decking  what  tadcs  should  be  onphasized  in  entry-level  training.  These  ratings,  based  on  the 
judgment  of  senior  Tdephone  Switching  NCOs  working  at  operational  units  in  the  field,  were 
collected  to  provide  training  personr^  with  a  rank  ordering  of  tasks  considered  important  for 
formal  training  (TE),  along  with  a  measure  of  the  di£5culty  of  those  tasks  (TD).  These  data, 
tudien  combined  with  percent  of  first-enlistment  personnel  performing  tasks,  can  be  used  to 
determine  if  training  adjustmoits  are  necessary. 

To  asast  training  development  personnel,  USAFOMS  developed  a  computer  program  that 
uses  these  task  factors  and  the  percentage  of  first-enlistment  personnd  performing  tasks  to 
produce  Automated  Tnuning  Indicators  (ATI).  ATI  correspond  tc  training  decisions  listed  and 
defined  in  the  Training  Decision  Logic  Table  found  in  Attachment  1,  ATCR  52-22.  ATI  allows 
training  developers  to  quickly  focus  attention  on  those  tasks  which  are  most  likely  to  qualify  for 
ABR  course  consideration. 

Various  lists  of  tasks,  accompanied  by  TE  and  TD  ratings,  are  contained  in  the 
TRAINING  EXTRACT  package  and  should  be  reviewed  in  detail  by  technical  school  personnd. 
For  a  more  detailed  explanation  of  TE  and  TD,  see  Task  Factor  Administration  in  the  SURVEY 
METHODOLOGY  section  of  this  report. 

Table  IS  lists  the  tasks  rated  highest  in  TE.  Included  for  each  ta^  are  the  percentage  of 
first-job  and  first-enlistment  personnel  pofoiming  and  the  TD  rating.  Most  of  these  tasks  are 
technical  tasks  rdating  to  the  isolation  of  malfiinctions  to  central  control  systems  on  digital 
switches  and  the  removal  and  replacement  of  circuit  cards. 

Tasks  having  the  highest  TD  ratings  are  listed  in  Table  16  .  The  tasks  of  most  concern  for 
training  are  those  with  over  20  percent  of  the  first-enlistment  personnel  performing.  These  are 
baacally  technical  tasks  involved  with  the  isolation  of  malfunctions  to  parts  of  digital  switches. 
Many  of  the  tasks  listed  have  low  percent  members  performing,  and  several  of  the  tasks  have  low 
TE. 


TABLE  14 


REPRESENT^* . .  £  TASKS  PERFORMED  BY 
FIRST-ENUSTMENT  PERSONNFX 


PERCENT 

MEMBERS 

PERFORMING 


TASKS 

rN=79I 

P465 

Wrap  or  unwrap  terminals 

82 

P460 

Remove  or  replace  jumpers 

78 

1236 

Isolate  malfunctions  to  direct  lines 

73 

P451 

Isolate  malfimctions  to  jumpers 

68 

I24S 

Isolate  malfunctions  to  single  line  telephones 

67 

HI  95 

Measure  voltage  levels 

65 

H194 

Measure  capacitance  levels 

65 

H210 

Remove  or  replace  circuit  cards  or  electrical  card  assemblies 

65 

1235 

Isolate  malfunctions  to  dial  lines 

63 

H201 

Perform  PMIs  on  air  filters 

62 

H199 

Ptfform  busy-out  procedures 

61 

L276 

Access  lines  and  trunks  fiom  maintenance  positions  (MAPs) 

58 

1239 

Isolate  nudfunctions  to  fire  alarm  drcuhs 

58 

P439 

Inspect  batteries  for  corrosion 

58 

H211 

Remove  or  replace  fuses 

58 

G167 

Coordinate  troubleshooting  with  outade  agendes 

57 

1237 

Isolate  malfunctions  to  duress  or  intrusion  alarm  drcuits 

56 

J260 

Take  software  images  or  database  backups 

55 

P463 

Solder  or  desolder  terminals 

55 

G162 

Assign  job  control  numbers 

54 

1234 

Isolate  nudfiinctions  to  data  circuits 

54 

H200 

Poform  loop  reastance  or  insulation  tests 

54 

1248 

Trace  calls  uang  dsual  display  units  (VDUs) 

53 

A6 

Coordinate  jobs,  outages,  or  maintenance  with  job  control 

52 

G165 

Coordinate  telephone  installation  activities  with  inside  or  outside 
plants 

52 

1243 

Isolate  malfimctions  to  multiline  telephones 

51 

H226 

Service  batteries 

51 
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♦  TE  Mean  =2.80  S.D.  =  1.53 
♦*  TD  Mean  =  5.00  S.D.  =  1 .00 


TASKS  RATED  fflGHEST  IN  TE 
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TASKS  RATED  HIGHEST  IN  TD 
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TASKS  RATED  HIGHEST  IN  TD 
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A  review  of  the  STS  362X1,  dated  February  1990,  was  made  by  comparing  surv^  data  to 
matciwd  STS  entries.  The  STS  entries  were  matched  with  tasks  from  the  inventory  by  training 
school  penramei  at  Sheppard  AFB.  The  tasks  related  to  paragraphs  and  subparagr^hs  of  the 
STS  were  diq;>layed  wi^  percoit  members  performing  data,  task  fiurtor  ratings,  and  ATI.  A 
prdiminary  copy  of  these  data  has  been  forwarded  to  the  technical  school  for  use  in  the  upcoming 
revisions  of  the  STS. 

Ta^  performed  by  20  pw cent  or  more  of  criterion  groups  are  considered  to  be  supported 
by  the  OSR  and  geno^y  should  be  included  in  the  STS.  Similarly,  tasks  poformed  by  less 
than  20  percent  of  criterion  groups  ^ould  be  considered  for  deletion. 

The  criterion  groups  found  to  be  most  useful  in  these  analyses  are  first-job  (1-24  months' 
TAFMS),  first-«ilistment  (1-48  months'  TAFMS),  S-skill  level,  and  7-skill  level  groups.  Tho-e 
were  S7  STS  entries  unsupported  by  OSR  data.  Examples  of  these  unsupported  paragraphs  are 
listed  in  Table  16. 

Due  to  the  vast  chartges  in  technology  over  the  last  3  years,  large  portions  of  the  STS  are 
not  supported  by  the  data.  Almost  every  subsection  of  paragn^rh  17  (X-Y  DIAL  CENTRAL 
OFnCE  EQUIPMENT)  and  paragraph  18  (FOUR  WIRE  TELEPHONE  TERMINAL 
EQUIPMENT  FOR  AUTOVON  INTERFACE  DIAL  CENTRAL  OITICES)  are  not  supported 
by  the  data.  In  addition,  most  of  the  subsections  of  paragrqrh  16c  (Preventative  Maintenance) 
and  large  portions  of  paragraph  7  (PROJECT/MOBILE  DEPOT  MAINTENANCE  GENERAL 
ACTION)  regarding  project  implementation  are  also  not  unsupported. 

A  complete  listing  of  STS  paragrqrhs  not  supported  by  OSR  data  is  included  in  the 
Training  Extract.  Because  there  are  so  nuuiy,  onfy  a  sample  is  listed  in  Table  17.  Training 
personnel  should  conduct  a  thorough  review  of  the  STS  printout  in  the  TRAINING  EXTRACT 
to  determine  vsdiat  should  be  retained  in  the  STS.  The  electromechanical  switching  entries  are 
outdated,  as  only  3  percent  of  the  sample  are  maintaining  the  switches  and  very  low  percentages 
of  personnel  perform  the  tasks. 

Five  tasks  were  performed  by  more  than  20  percent  of  personnel  within  criterion  groups 
and  were  not  matched  to  the  STS.  They  are  listed  in  Table  18.  These  tasks  should  be  reviewed 
by  training  personnel  to  determine  if  they  suggest  material  that  should  be  included  in  the  STS. 
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LES  OF  STS  ITEMS  NOT  SUPPORTED  BY  OSR  DATA 
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LES  OF  STS  ITEMS  NOT  SUPPORTED  BY  OSR  DATA 
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JOB  SATISFACTION  ANALYSIS 


Review  of  the  job  satis&ction  data  can  careo'  ladder  manago^  a  better  undmtanding 
of  scMne  of  the  fiictors  that  may  affect  job  performance  of  airmen  in  the  careo-  ladder.  In  addition 
to  background  questions  and  task  statements,  the  survey  booklet  included  questions  on  job 
satisfiu:tion.  These  questions  covered  job  interest,  utilization  of  talents  and  training,  sense  of 
accomplishment  from  work,  and  reenlistment  intoitions.  The  responses  of  the  survey  sample 
were  compared  to  the  previous  survey  of  the  careo*  ladder,  to  job  satis&ction  data  from  related 
specialties  surv^ed  in  1992,  and  across  careo*  ladder  jobs  identified  in  the  SPECIALTY  JOBS 
section  of  the  OSR. 

Table  19  shows  the  comparison  of  TAFMS  group  data  of  AFSC  362X1  personnel  to 
similar  groups  from  within  Nfission  Equipment  Maintenance  Specialties  surveyed  during  the 
previous  year.  AFSC  362X1  personnel  report  a  consistently  higher  utilization  of  talents  and  job 
interest.  However,  across  TAE^S  groups  the  perceived  utilization  of  training  is  slightly  lower. 
The  issue  of  training  was  also  mentioned  in  a  few  of  the  write-in  comments  where  incumbents 
pointed  out  that  their  lack  of  training  on  digital  switching  equipment  limited  their  usefulness.  The 
1-48  months'  TAFMS  group  also  had  a  higher  po-cent  of  incumbents  planning  to  reenlist  than  that 
of  the  comparative  sample. 

An  indication  of  job  satisfiu:tion  perceptions  over  time  is  provided  in  Table  20.  Some 
consistency  exists  between  the  responses  over  time.  The  perceived  utilization  of  training  among 
the  1-48  months  TAFMS  group  again  shows  the  current  sample  having  a  lower  percentage  feeling 
their  training  is  well  utilized.  Also,  a  higher  percentage  of  first-enlistment  per5om;el  with 
reenlistment  plans  exists  in  the  currem  sample. 

Table  21  shows  the  job  satis&ction  data  for  the  career  ladder  jobs.  A  substantial 
difference  exists  between  the  job  interests  of  the  more  conunonly  held  jobs  and  the  smaller  jobs 
within  the  career  field. 
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COMPARISON  OP  TAFMS  GR<WP  JOB  SATISFACTION  INDICATCHIS 
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Comparative  sample  is  composed  of  all  Mission  Equipment  Maintmiance  career  ladders  surveyed  in  1992  (includes  AFSCs  30SX4  404X0 
4 1 IXOA,  452X5,  454X5, 454X6,  457X0A/B/D/F,  457X2 A/D/E,  463X0) 


COMPARISON  OF  JOB  SAHSFACTION  DATA 
(PERCENT  MEMBERS  RESPONDING) 
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Will/Probably  WiU  Reenlist 
Will  Not/Probably  Will  Not  Reenlist 
Will  Retire 


JOB  SATISFACTION  DATA  FOR  CLUSTERS  AND  JOBS 
(PERCENT  MEMBERS  RESPONDING) 


Will/Probably  Will  Reenlist 
Will  Not/Probably  Will  Not  Reenlist 
Will  Retire 


TABLE  21  (CONTINUED) 

JOB  SATISFACTION  DATA  FOR  CLUSTERS  AND  JOBS 
(PERCENT  MEMBERS  RESPONDING) 
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IMPUCATIONS 


This  surv^  was  conducted  prinurily  to  review  the  career  ladder  structure  based  on  the 
inclusion  of  digital  switching  in  the  basic  AFSC  362X1  course.  Changes  in  the  career  ladder  job 
structure  have  occurred  due  to  the  massive  changeover  from  electromechanical  to  digital 
switching  ^ons.  Data  collected  in  this  survey  indicate  the  APR  39-1  Specialty  Descriptions 
accuratdy  portray  the  jobs  in  this  career  ladder. 

Analysis  of  the  STS  points  out  that  the  scheduled  revisions  are  warranted.  Substantial 
sections  associated  with  older  technologies  should  be  considered  for  deletion. 

Job  satis&ction  ratings  for  this  specialty  are  varied.  At  least  in  part,  these  variations  exist 
due  to  the  changes  in  technology  from  electromechanical  to  digital  switching  systems.  On  the 
whole,  respondents  report  higher  job  satis&ctions  than  comparable  groups  in  related  specialties, 
and  their  satis&ction  r^pears  to  be  stable  compared  to  their  responses  4  years  ago. 
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APPENDIX  A 
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TABLE  I 


DIGITAL  SWITCHING  SYSTEMS  MAINTENANCE  CLUSTER 

ST57 


GROUP  SIZE:  209  AVERAGE  TAFMS:  92  MONTHS 

PERCENT  OF  SAMPLE:  47%  AVERAGE  TICF:  80  MONTHS 

PREDOMINANT  PAYGRADE:  E-4  PERCENT  IN  1ST  ENL:  55% 

PERCENT 

MEMBERS 

TASKS  PERFORMING 


P460  Remove  or  replace  jumpers  88 

1235  Isolate  malfunctions  to  dial  lines  88 

P465  Wrap  or  unwn^)  terminals  87 

1245  Isolate  malfunctions  to  single>iine  telephones  85 

1236  Isolate  malfunctions  to  direct  lines  84 

H210  Ronove  or  replace  circuit  cards  or  electrical  card  assemblies  80 

H21 1  Remove  or  replace  fuses  79 

1248  Trace  calls  using  visual  display  units  (VDUs)  77 

A6  Coordinate  jobs,  outages,  or  maintenance  with  job  control  77 

P45 1  Isolate  mal^ctions  to  jumpers  77 

M307  Isolate  malfimctions  to  attendant  consoles  77 

J260  Take  software  inuges  or  database  backups  76 

H201  Perform  PMIs  on  air  fihas  75 

G167  Coordinate  troubleshooting  with  outside  agendes  74 

L276  Access  lines  and  trunks  fiom  maintenance  portions  (MAPs)  74 

H195  Measure  voltage  levels  74 

1237  Isolate  malfunctions  to  duress  or  intriision  alarm  drcuits  74 

P439  In^)ect  batteries  for  corrosion  73 

G170  Program  features  73 

G165  Coordinate  telephone  installation  activities  with  inside  or  outside  68 

plants 

H199  Poform  bu^-out  procedures  68 

1241  Isolate  malfunctions  to  indde  wiring  67 

M3 10  Isolate  malfunctions  to  magnetic  tape  drive  units  66 

E143  Update  tdephone  system  cable  records  66 

1243  Isolate  mal^ctions  to  multiline  telephones  66 

1239  Isolate  malftmctions  to  fire  alarm  circuits  66 

H194  Measure  c^adtance  levels  65 

1234  Isolate  malfunctions  to  data  circuits  65 


A1 


TABLED 


ELECTROMECHANICAL  SWITCHING  SYSTEMS  MAINTENANCE  JOB 

ST70 


GROUP  SIZE;  15  AVERAGE  TAFMS:  96  MONTHS 

PERCENT  OF  SAMPLE:  4%  AVERAGE  TICF.  64  MONTHS 

PREDOMINANT  PAYGRADE:  E-4  PERCENT  IN  1ST  ENL:  47% 

PERCENT 

MEMBERS 

iasks 


P46S  Wrap  or  unwrap  terminals  100 

0379  Adjust  or  align  swtch  contacts  100 

P463  Solder  or  desoldo*  terminals  93 

P460  Remove  or  replace  jumpm  93 

0393  Operate  central  ofiBce  test  desks  93 

0377  Adjust  or  align  rday  contacts  93 

0374  Adjust  or  align  electrical  switches  93 

0403  Perform  PMIs  on  mechanical  switches  93 

0380  Adjust  or  align  wiper  contacts  9? 

0384  Assenible  or  chsassemble  mechanical  switches  9  ^ 

0385  Isolate  mal&nctions  to  central  office  switdiboards  93 

0407  Perform  PMIs  on  step-by-step  switching  equipment  86 

0375  Adjust  or  align  mechiuiical  rdays  86 

0433  Trace  calls  u^g  trunldng  schonatics  or  cards  86 

0391  Isolate  malfiinctions  vratlun  step-by-step  swHclung  eqmpment  86 

0376  Adjust  or  align  mechanical  switches  86 

0390  Isolate  maliiinctions  within  linefinder  equipment  86 

0381  Adjust  or  ahgn  wipers  86 

0373  Adjust  or  align  dectrical  relays  86 

P439  Inflect  batteries  for  corroaon  86 

0400  Perform  PMIs  on  coitral  office  switchboards  86 

P442  Inspect  frames  for  corrosion  86 

0405  Poform  PMIs  on  ringa*  units  SO 

0401  Perform  PMIs  on  central  office  test  desks  80 

0420  Remove  or  rq>lace  mechanical  relays  SO 

P438  Cross-connect  intermediate  or  mairiframes  SO 

0404  Perform  PMIs  on  relays  73 

0398  Perform  PMIs  on  attendant  cabinets  73 

P440  Inqsect  bus  bars  for  corrosion  73 

0431  Remove  or  rq)lacc  wipers  73 


A2 


TABLE m 


ENGINEERING  AND  INSTALLATION  (E  &  I)  TEAM  JOB 

ST72 


GROUP  SIZE:  24  AVERAGE  TAFMS:  110  MONTHS 

PERCENT  OF  SAMPLE:  5%  AVERAGE  TICF:  98  MONTHS 

PREDOMINANT  PAYGRADE:  E-4  PERCENT  IN  1ST  ENL.  30% 


PERCENT 

MEMBERS 

TASKS  PERFORMING 

N337  Marie,  cut,  strip,  and  butt  cables  100 

N329  Fonn  cables  100 

N328  Fan  cables  100 

N343  Peffonn  initial  installations  of  cable  nins  95 

N368  Run  cables  83 

N3S3  Perform  initial  installations  of  jumpers  83 

N338  Perform  cable  operational  tests  83 

P464  Terminate  cables  with  punch-on  devices  83 

N344  Perform  initial  installations  of  cable  troughs  or  conduits  79 

N327  Drill  holes  for  mountings  or  cable  tuns  79 

P46S  Wrap  or  unwr^  torminals  79 

N362  Perform  initial  installations  of  wire  wrap  or  amphenol  competing  75 

blocks 

N332  Intopret  floor  plans  75 

N342  Perform  initial  installations  ofcable  in  underfloor  conduit  systems  70 

N331  Interpret  blueprints  66 

P463  Solder  or  desolder  tominals  63 

N347  Perform  initial  installations  of  digits  mod«ns  63 

N366  Remove  or  replace  cable  racks  58 

N330  Ground  power  supplies  58 

N321  Attach  identificarion  tags  to  cable  ends  58 

El  18  Chedc  out  or  return  tools  or  equipment  58 

N35 1  Perflnm  initial  installations  of  inside  wiring  58 

P462  Remove  or  replace  twisted  pair  cables  58 

N336  Locate  or  marie  positioning  of  equipment  on  plans  or  specifications  54 

P457  Ronove  corrosion  fix>m  metal  surfoces  50 

P460  Remove  or  replace  jumpers  50 

E126  Maintain  tool  lots  46 

N333  Isolate  foctory  wiring  fioilts  46 

P434  Apply  corrosion  preventative  materials  to  equipment  or  supplies  46 

P451  Isolate  malfunctions  to  jumpm  46 


A3 


TABLE  IV 


JOB  CONTROL  JOB 
ST67 


GROUP  SIZE:  4 

PERCENT  OF  SAMPLE:  >1% 

PREDOMINANT  PAYGRAES:  E-4 


AVERAGE  TAFMS;  57  MONTHS 
AVERAGE  nCF:  51  MONTHS 
PERCENT  INI  ST  ENL:  100% 


PERCENT 

MEMBERS 

TASKS  PERFORMING 

G162  Assign  job  control  numbers  100 

GI67  Coordinate  troubleshooting  with  outside  agendes  100 

A23  Prqtare  briefings  75 

A6  Coordinate  jobs,  outages,  or  maintenance  with  job  control  50 

El  16  Annotate  woikorders  50 

A13  Determine  work  priorities  50 

B32  Direct  maintenance  of  equipment  or  supplies  50 

G164  Coordinate  leased  equipment  malfimctions  with  commercial  50 

tdq>hone  companies 

G173  Review  tdephonewoikorder  logs  50 

A27  Update  preventive  maintenance  instructions  (PMIs)  50 

DlOO  Train  personnd  on  core  automated  maintenance  ^ston  (CAMS)  50 

A3  Conduct  meetings,  such  as  stafi^  coundl,  board  25 

A26  Update  preventative  maintenance  instructions  25 

A9  Detomine  equipment  or  stqpply  requirements  25 

E141  Update  publication  files  25 

G163  Coordinate  circuit  or  trunk  outages  widi  commodal  tdephone  25 

conq>anies 

D81  Convict  OJT  25 

B36  Implement  emergency  or  disaster  preparedness  plans  25 

E129  Process  work  orders  25 

El  18  Chedc  out  or  return  tools  or  equipment  25 


TABLE  V 


COMMERCIAL  LIAISONS  JOB 
ST26 


C^OOPSIZE:  12 
PERCENT  OF  SAMPLE:  3% 
PREDOMINANT  PAYGRADE:  E-5 


AVERAGE  TAFMS:  134  MONTHS 
AVERAGE  TICF:  130  MONTHS 
PERCENT  IN  1  ST  ENL:  0% 


PERCENT 

MEMBERS 

lASKS  PERFORMING 

G166  Coordinate  telephone  instaUations  with  base  units  or  commercial  83 

tdephone  compaiues 

G164  Coordinate  lea^  equipment  malfimctions  with  commercial  75 

tdq>hone  companies 

G169  Log  requirements  for  tdephone  installations  75 

G163  Coordinate  circuit  or  trunk  outages  with  commerdal  tdephone  75 

companies 

G1 67  Coordinate  troubleshooting  with  outside  agendes  75 

G173  Review  tdq)hone  woik  order  logs  58 

G16S  Coor^nate  tdq>hone  installation  activities  with  inade  or  outade  50 

plants 

E129  Process  woricorders  50 

G162  Assign  job  control  numbers  50 

El  16  Annotate  woricorders  42 

B29  Asagn  due  dates  42 

B30  Direct  installation  of  telephone  equipment  42 

F150  Assign  line  assignments  42 

A1 1  Determine  telephone  installation  requirements  42 

G168  Interpret  communication  service  reports  33 

£143  Update  td^hone  system  cable  records  33 

G170  Program  features  33 

A12  Detennine  tdephone  maintenance  requirements  33 

B39  Implemoit  safety  training  programs  33 

F147  Analyze  equipment  outages  or  nudfonction  rq)OTts  33 

C77  Write  EPRs  25 

A5  Coordinate  installation  of  equipment  with  contract  personnd  or  25 

associated  system  personnel 

A6  Coordinate  jobs,  outages,  or  maintenance  with  job  control  25 

C65  Perform  self-inspections  25 

A9  Detmnine  equipment  or  supply  requirements  25 


A5 


TABLE  VI 


QUALITY  CONTROL/QUALITY  ASSURANCE  CLUSTER 

GP42 


CmOUPSlZE:  13  AVERAGE  TAFMS:  143  MONTHS 

PERCENT  OF  SAMPLE:  3%  AVERAGE  TICF:  123  MONTHS 

PREDOMINANT  PAYGRADE:  E-7  PERCENT  IN  1ST  ENL:  8% 


TASKS 

PERCENT 

MEMBERS 

PERFORMING 

B48 

Write  staff  studies  or  spedal  reports 

54 

C50 

Counsel  personnel  on  personal  or  military  rdated  matters 

46 

A22 

Plan  woiic  assignments 

46 

D81 

CtmductOJT 

46 

A18 

Establish  woric  controls 

38 

D95 

Perform  test  analyses 

38 

D98 

Schedule  posonnd  for  training 

38 

A13 

Determine  work  priorities 

38 

D91 

Evaluate  individual  training  needs 

38 

A23 

Prepare  briefings 

38 

C68 

Review  correspondence 

38 

E129 

Process  woikorders 

31 

B32 

Direct  maintenance  of  equipmeirt  or  supplies 

31 

B41 

Interpret  polides,  directives,  or  procedures  for  personnd 

31 

A9 

Determine  equipmoit  or  supply  requirements 

31 

D94 

Evaluate  training  methods  or  techniques 

31 

D90 

Devdop  training  programs 

31 

D78 

Administer  tests 

31 

A6 

Coordiiute  jobs,  outages,  or  maintenance  idth  job  control 

31 

AlO 

Determine  personnd  requirements 

31 

C56 

Evaluate  suggestions 

31 

A12 

Determine  tdephone  maintenance  requirements 

31 

A3 

Conduct  meetings,  such  as  staff  council,  board 

31 

B36 

Implement  emergency  or  dsaster  preparedness  plans 

31 

D79 

Annotate  on>the-job  training  records 

31 

CSS 

Evaluate  personnd  for  compliance  with  safety  standards 

31 

A6 


TABLE  Vn 


RESIDENT  TRAINING  INSTRUCTORS  JOB 
ST175 


^OUPSIZE:  4 

PERCENT  OF  SAMPLE:  >1% 

PREDOMINANT  PAYGRADE:  E-S 


AVERAGE TAFMS:  111  MONTHS 
AVERAGE  TTCF:  109  MONTHS 
PERCENT  IN  1ST  ENL;  0% 


PERCENT 

MEMBERS 

TASKS  PERFORMING 

D82  Conduct  resident  course  classroom  training  100 

D83  Conduct  skill  performance  tests  100 

D99  Score  tests  100 

D96  Prepare  lesson  plans  100 

D78  Administer  tests  75 

D8S  Construct  training  aids  75 

D97  Procure  training  aids,  space,  or  equipment  50 

D95  Perform  teA  analyses  50 

D104  Write  test  questions  50 

D93  Evaluate  progress  of  resident  course  students  50 

D86  Counsd  trainers  or  trainees  on  training  progress  50 

C50  Counsd  personnd  on  persoiud  or  militvy-rdated  matters  50 

C55  Evaluate  personnd  for  compliance  with  safety  standards  25 

C54  Evaluate  personnd  for  compliance  with  poformance  standards  25 

E125  Inventory  equipment  or  supplies  25 

E132  Review  daily  document  rasters  25 

E107  Annotate  custody  authorization/custody  receipt  listings  (CA/CRLs)  25 

C70  Review  master  identification  listings  25 

E131  Review  CA/CRLs  25 

E142  Update  technical  ordo*  (TO)  files  or  TO  compliance  records  25 

C65  Perform  sdf-inqjections  25 

E138  Uiqradc  or  verify  received  materials  25 


A7 


TABLE  Vm 


SUPERVISORY/MANAGEMENT  CLUSTER 
ST51 


GROUP  SIZE:  80  AVERAGE  TAFMS;  172  MONTHS 

PERCENT  OF  SAMPLE:  18%  AVERAGE  TICF:  152  MONTHS 

PREDOMINANT  PAYGRADE:  E-6  PERCENT  IN  1ST  ENL:  1% 

PERCENT 

MEMBERS 

EERJFQRhflNC 


C77  Write  EPRs  93 

CSO  CcMinsel  personnel  on  personal  or  military-rdated  matters  90 

A13  Detemune  work  priorities  88 

A20  Plan  details  or  addititMial  duties  86 

A22  Plan  work  assignments  82 

D91  Evaluate  individual  tnuning  needs  82 

B41  Interpret  policies,  directives,  or  procedures  for  personnd  81 

C54  Evaluate  personnd  for  conq)liance  with  performance  standards  80 

D87  Determine  training  requirements  V . 

A25  Schedule  leaves  or  temporary  duty  (TDY)  assignments  77 

C68  Review  correspondence  76 

D79  Annotate  on-the-job  training  (OJT)  reconis  76 

A18  Establish  woric  controls  75 

A9  Determine  equipment  or  supply  reqdrements  75 

D92  Evaluate  progress  ofOJTtraii^  or  trainees  73 

A19  Establish  work  methods  73 

C51  Evaluate  individuals  for  promotion,  demotion,  or  redassification  71 

A17  Establish  performance  standards  for  personnd  71 

A6  Coordiiude  jobs,  outages,  or  maintenance  with  job  control  71 

B46  Supervise  Tdephone  Switching  Spedalists  (AFSC  3625 1 )  70 

C52  Evaluate  inq)ection  report  findings  or  procedures  70 

B29  Assign  due  dates  70 

C55  Evaluate  personnd  for  compUance  with  safety  standards  70 

D81  Conduct  OJT  68 

AlO  Determine  poaonnd  requirements  66 

A8  Coordinate  quality  control  (QC)  or  quality  assurance  (Q  A)  66 

inspections  with  inspectors 

A1  A^gn  personnd  to  duty  positions  66 


A8 


TABLE  EX 


FUNCTIONAL  MANAGERS  CLUSTER 
ST31 


GROUP  SIZE;  18  AVERAGE  TAFMS  207  MONTHS 

PERCENT  OF  SAMPLE;  4%  AVERAGE  TICF;  193  MONTHS 

PREDOMINANT  PAY  GRADE;  E-7  PERCENT  IN  1ST  ENL;  0% 

PERCENT 

MEMBERS 

TASKS  P£EF0IU^Q 


C68  Review  correspondence  83 

A3  Conduct  meetings,  such  as  staf^  coundl,  board  61 

A14  Devdop  tables,  grq)hs,  or  diagrams  other  than  organizational  charts  56 

or  status  boards 

A23  PrqMre  briefings  56 

B48  Write  staff  studies  or  spedal  reports  56 

B29  Assign  due  dates  50 

E139  Update  administrative  files  44 

C66  Perform  technical  advisory  fimctions  44 

A4  Coordinate  equipment  modifications  with  contract  personnel  44 

A16  Establish  organizational  policies,  operating  instructions  (OIs),  or  39 

standard  operating  procedures  for  personnel 

B41  Interpret  policies,  directives,  or  procedures  for  personnd  33 

A9  Determine  equipment  or  supply  requironoits  33 

A13  Determine  work  priorities  33 

A5  Coordinate  installation  of  equipmem  with  contract  personnel  or  33 

associated  system  personnel 

E107  Aimotate  custody  authorization/custody  receipt  listings  33 

C56  Evaluate  suggestions  33 

A1 1  Determine  telqrhone  installation  requirements  28 

E131  Review  CA/CRLs  28 

F147  Analyze  equipment  outages  or  malfimction  reports  28 

A26  Updde  or^mizational  charts  or  status  boards  22 

D98  Schedule  personnel  for  truiung  17 

D87  Detomine  training  requirements  17 

C69  Review  event  lists  17 

B3 1  Direct  maintoumce  of  administrative  files  17 

B30  Direct  installation  of  telephone  equipment  1 7 

£132  Rewew  daily  documoit  re^sters  17 

E133  Review  daily  supply  records  17 


A9 


